Departmentof Veterans Affairs FY 2019

Affirmative Action Plan
for the Recruitment, Hiring, Advancement,
and Retention of Persons with Disabilities

To capture agencies’ affirmative action plan for persons with disabilities (PWD) and persons with targeted disabilities (PWTD),
EEOC regulations (29 C.F.R. § 1614.203(e)) and MD-71 5 require agencies to describe how their a ffirmative action plan will
improve therecruitment, hiring, advancement, and retention of applicants and employees with disabilities.

Section I: Efforts to Reach Regulatory Goals

EEOC regulations (29 CFR§1614.203(d)(7)) require agencies to establish specificnumerical goals for increasing the participation
of persons with disabilities and persons with targeted disabilities in the federal government

1. Using the goalof 12% asthe benchmark, does youragencyhave a triggerinvolving PWD by grade level clusterin the
permanent work force? [f*“yes”, describe the trigger(s) in the text box.

a.Cluster GS-1 to GS-10 (PWD) Answer No
b.Cluster GS-11 to SES (PWD) Answer Yes

The percentage of PWD in the GS-11 to SES clusterwas 9.92%in FY 2019, which fell below the goal of 12%.

*For GS employees, please use two clusters: GS-1 to GS-10 and GS-11to SES, as set forthin 29 C.F.R. § 1614.203(d)(7). Foral
otherpayplans, please use the approximate grade clusters that are aboveorbelow GS-11 Step 1 in the Washington, DC
metropolitanregion.

2. Using the goalof2% asthebenchmark, does youragency havea triggerinvolvingPWTD by grade level cluster in the
permanent workforce? [f*“yes”, describe the trigger(s) in the text box.

a.Cluster GS-1 to GS-10 (PWTD) Answer No
b.Cluster GS-11 to SES (PWTD) Answer Yes

[The percentage of PWTD in the GS-11 to SES cluster was 1.40% in FY 2019, which fell below the goalof 2%.

Grade Level Cluster (GS or Alternate Total Reportable Disability Targeted Disability
Pay Plan) # # % # %
Numerical Goal -- 12% 2%
Grades GS-1to GS-10 180971 32121 17.75 6734 3.72
Grades GS-11 to SES 180158 17871 9.92 2519 1.40

3. Describe how the agency has communicated the numerical goals to the hiring managers and/or recruiters.

The numerical goals and additional information aboutthe Disability Program and resources areavailable on the Office of Diversity
and Inclusion (ODI) Web page.

Section II: Model Disability Program

Pursuantto 29 C.F.R. § 1614.203(d)(1), agencies mustensure sufficient staff, training and resources to recruit and hire persons with
disabilities and persons with targeted disabilities, administer the reasonable accommodation program and special emphasis progam,
and overseeany other disability hiring and advancement program thea gency hasin place.
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A.PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY
PROGRAM

1. Hastheagencydesignated sufficientqualified personnel to implement its disability program during the reporting period?
If“no”,describe theagency’s plan to improvethe staffing forthe upcoming year.

Answer No

VA currently has onestaff member to oversee all aspects ofthe National Disability Program with the exception of oversightof
the National Reasonable Accommodation Program and Section 508 compliance. VA is in the process of adding sta ffmembers in
additionto therequested detailees to assist in supporting the needs associated with the Disability Program tomeet workforceand
policy demands.

2. Identify all staff responsible forimplementing theagency's disability employment program by the office, staff
employment status, and responsible official.

# of FTE Staff By Employment Status Responsible Official
Disability Program Task (Name, Title, Office
Full Time Part Time Collateral Duty Email)

Processingapplications from PWD and PWTD 1 0 400 Roberto Rojo, National
Disability Program
Manager

Answering questions from the public about 1 0 400 Roberto Rojo, National
hiring authorities thattake disability into Disability Program
account Manager

Processing reasonable accommodation requests 1 0 400 Andre¢ M. Sutton,

from applicants and employees Chief of Reasonable
Accommodation,

Office of Resolution
Management,
Andree.Sutton@va.gov
Section 508 Compliance 25 0 0 Pat Shechan,

Director, VA Section 508
Office,

Office of Informationand
Technology,
Pat.Sheehan@va.gov
Architectural Barriers Act Compliance 1 0 10 Roberto Rojo, National
Disability Program
Manager

Special Emphasis Program for PWD and 1 0 300 Roberto Rojo, National
PWTD Disability Program
Manager

3. Hastheagencyprovided disability program staff with sufficienttrainingto carry out their responsibilities during the
reportingperiod? [f*“yes”, describe thetraining that disability program staff havereceived. If“no”, describe thetraining
planned forthe upcoming year.

Answer Yes

In FY 2019, theNational Disability Program Managerreceived training by the (1.) Multi-agency Ta sk Forceon Increasing
Employment Opportunities for People with Disabilities; (2.) Office of Personnel Management, USA Sta ffing Resource Center,
Reports and Analytics, Talent Acquisition System for Federal Agencies, Applicant Flow Data Staffing Reports; (3.) Employment
Learning Innovations, Civil Treatment Workplace, Civil Treatment for Leaders, and Civil Treatment for Employees, Human
Resources(HR) Certification received for20 HR General Credit Hours by the HR Certification Institute. Additionally, the Chiefof
Reasonable Accommodationalsoattendedtrainingby NELI focused on disability law in the area ofreasonable accommodations. (I
cannotconfirmtrainingattended by the Chief of Reasonable Accommodation.)
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B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM

Hasthe agency providedsufficient funding and other resources to successfully implementthe disability program during
the reporting period? If“no”, describe theagency’s plan to ensure allaspects of the disability program have sufficient
fundingand other resources.

Answer No

|Current1y, there are noplans to ensuresufficient funding for the disability program.

Section III: Program Deficiencies In The Disability Program

Brief Description of Program
Deficiency

B.4.a.8. to effectively administer its special emphasis programs (such as, Federal Women’s Program, Hispanic
Employment Program, and People with Disabilities Program Manager)? [SUSC § 7201;38 USC § 4214; 5 CFR §
720.204;5 CFR § 213.3102(t) and (u); 5 CFR § 315.709]

Objective Increasestaffing for Departmental Special Emphasis Programs.

Target Date Dec 31,2020

Completion Date

Planned Activities Target Date _Completion Date  Planned Activi
Jun 30,2020 Obtain approval for additional full-time equivalents (FTE).
Dec 31,2020 Fill 2 Special Emphasis Program (SEP) vacancies that VA currently has.
Dec 31,2020 Fill all remaining vacancies to ensure effective, efficient, and well-managed

SEPs.
Accomplishments Fiscal Year Accomplishment

2019 An individual who completed a rotational assignment in the Office of Diversity and Inclusion
through OPM’s Presidential Management Fellows Program was later converted to a career
appointment. Subsequently, the individual was assigned to the position of Program Specialist and
serves as the Departmental American Indian and Alaska Native Program Manager and the Federal

Women’s Program Manager.

Brief Description of Program
Deficiency

B.4.a.10.to effectively manage its reasonable accommodation program? [see29 CFR § 1614.203(d)(4)(ii)]

Objective Hire additional staff to support the reasonable accommodation program.
Target Date Dec31,2020
Completion Date
Planned Activities TargetDate Completion Date Planned Activi
Dec 31,2020 Hire additional staff to support all aspects ofthe reasonable accommodation
program.
Accomplishments Fiscal Year _Accomplishment

2019 The Reasonable Accommodation Staff Office (RASO) hired a management analyst to aid in the

development ofthe system and monitorand track RA data once thesystem is developed.

Brief Description of Program

C.2.b.2. Has theagency established a firewall between the Reasonable Accommodation Program Manager and the

Deficiency EEQ Director?[see MD-110, Ch. 1IV)(A)]
Objective Establish firewall between RA Program Manager and the EEO Director.
Target Date Apr 3,2020
Completion Date
Planned Activities Target Date  Completion Date Planned Activity
Feb 28,2020 Identify the firewall needed between the RA Program Managerand the EEO
Director.
Mar 31, 2020 Implement the firewall.
Accomplishments

Fiscal Year Accomplishment

Brief Description of Program
Deficiency

C.2.b.5. Does the agency process all initial accommodation requests, excluding ongoing interpretative services, within
the time frame set forth in its reasonable accommodation procedures? [see MD-715, II(C)] If “no”, pleaseprovidethe
percentage of timely-processed requests, excluding ongoing interpretative services, in thecomments column.

Objective Deploy a standardized system to track reasonable accommodation requests across the VA.
Target Date Dec 31,2020

Completion Date

Planned Activities TargetDate Completion Date Planned Activity
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Feb 28,2020 Develop an enterprise-wide system to track reasonableaccommodation
requests.
Jul1,2020 Test the system.
Dec 31,2020 Deploy the system.
Accomplishments Fiscal Year Accomplishment

2018
2019

VA has gathered system requirements and established rules regarding mandatory usage of system.
The RASO hired a management analyst to aid in the development ofthe system and monitorand
track RA data once thesystem is developed.

Brief Description of Program

C.2.c.1. Does the agency post its procedures for processing requests for Personal Assistance Services onits public

Deficiency website? [see 29 CFR § 1614.203(d)(5)(V)]If “yes”, please provide the internet address in the comments column.
Objective Post PAS procedures on VA’s public website.
Target Date Feb 17,2020
Completion Date
Planned Activities Target Date  Completion Date Planned Activity
Feb 1,2020 Direct Assistant Secretary for Human Resources and
Administration/Operations, Security,and Preparedness to sign offon the
personal assistance services procedures.
Feb 17,2020 Postprocedures on VA’s public website.
Accomplishments _Fiscal Year Accomplishment
2019 Content contained onthe VA Pulse Community ofPractice provides RA specificpolicy guidance,

operational procedures, blogs, presentations, and additional resource available forin-service
trainings, and individual access for supervisors and managers to garner knowledge regarding the
RA process.

Brief Description of Program

C.3.b.6 Provide disability accommodations when such accommodations donot cause an undue hardship? [ see29 CFR

Deficiency §1614.102(a)(8)]
Objective Require all rating officials to evaluate all managers and supervisors on the EEO element.
Target Date September30,2021
Completion Date
Planned Activities TargetDateCompletion Date _Planned Activity
Oct 1,2020 Update HR guidance forrating officials to evaluate managers and
supervisors on their performance under the EEO element.
Jun 30,2021 Provide training for rating officials on what to look for whenrating managers
and supervisors on the EEO element.
September Evaluate all managers and supervisors onthe EEO element.
30,2021
Accomplishments

Fiscal Year _Accomplishment

Brief Description of Program
Deficiency

D.1.c Does the agency conduct exit interviews or surveys that include questions on how theagency could improve the
recruitment, hiring, inclusion, retention and advancement ofindividuals with disabilities? [see 29 CFR
1614.203(d)(1)([ii)(C)]

Objective Create and implement an exit survey that includes questions aimed at figuring out ways we can improve inclusion,
retention, and advancement efforts of individuals with disabilities.

Target Date Jull,2019

Completion Date Augl,2019

Planned Activities Target Date Completion Date _Planned Activity
Mar1,2019 Mar1,2019 Edit/Updatethe current VA exit survey.
May 24,2019 | May 24,2019 Obtain senior leaders, OGC, and the Unions approvalof the exit survey.
Jul1,2019 Augl,2019 Place the new exit survey in production.

Accomplishments Fiscal Year _Accomplishment

2018 The initial draft ofthe project charter forthe VA Entrance and Exit Survey Content Revision
Project was created.
2019 The exit survey has been updated and placed into production.

Brief Description of Program

E.4.a.5. The processing of requests for reasonable accommodation? [29 CFR § 1614.203(d)(4)]

Deficiency
Objective Deploy a standardized system to track reasonable accommodation requests across the VA.
Target Date Dec31,2020
Completion Date
Planned Activities TargetDate Completion Date Planned Activi
Feb 28,2020 Develop an enterprise-wide system to track reasonable accommodation
requests.
Jull,2020 | Testthesystem.

Page 4



Departmentof Veterans Affairs FY 2019

Dec 31,2020 | | Deploy the system.
Accomplishments Fiscal Year _Accomplishment
2018 VA has gathered system requirements and established rules regarding mandatory usage of system.
2019 The RASO hired a management analyst to aid in the development ofthe system and monitorand
track RA data once thesystem is developed.

Brief Description of Program | E.4.b. Does the agency have a system in place to re-survey the workforce on a regularbasis? [MD-715 Instructions,

Deficiency Sec. 1]
Objective Implement a mechanism to resurvey the workforce ona regular basis.
Target Date Mar 31,2021
Completion Date
Planned Activities TargetDate Completion Date Planned Activi
Oct1,2020 Develop an electronic self-reporting tool for employees to verify and change
their race, ethnicity, gender, and disability status that functions within HR
Smart.
Mar 31, 2021 Implement the self-reporting tool.
Accomplishments Fiscal Year Accomplishment

Section IV: Plan to Recruit and Hire Individuals with Disabilities

Pursuant to 29 C.F.R. §1614.203(d)(1)(i) and (ii), agencies must establish a planto increase therecruitmentand hiring of

individuals with disabilities. The questions below aredesigned to identify outcomes ofthe agency’s recruitment program plan for
PWD and PWTD

A.PLAN TO IDENTIFY JOB APPLICATIONS WITH DISABILITIES

1. Describe the programs and resources the agency uses to identify jobapplicants with disabilities, including individuals with
targeted disabilities.

VA works regularly with Veterans, to include disabled Veterans, through the Vocational Rehabilitation and Employment (VR &E)
Program andthrough the Veterans Employment Service Office (VESO), to assist Veterans with seeking employment. VR&E also
assists Disabled Veterans with job-related training that may assist them with building skills to assist with employment. VESO works
with 9 assigned coordinators who work with Veterans with disabilities, to include those with targeted disabilities, to support them
with seeking employment, and provide services such as assistance with resume writing and resume review. Additionally, there is a
[National Selective Placement Program (SPP) Manager, Administration-level SPP Managers, and SPP Coordinators (SPPC) at every
VA facility who assist PWD and PWTD with employment opportunities using the Schedule A hiringauthority.

2. Pursuantto29C.F.R.§1614.203(a)(3), describe theagency’suse ofhiringauthorities that take disability into account
(e.g., Schedule A)to recruit PWD and PWTD forpositions in the permanent workforce.

SPPC and Managers have increased awareness of the Schedule A hiring authority through marketing. Standardtraining for
VA SPPCsis being further developed.

3. When individuals apply fora positionundera hiring authority that takes disability into account (e.g., Schedule A), explain
howthe agency (1)determines if the individual s eligible for appointment under suchauthority; and, (2) forwardsthe
individual's application tothe relevanthiring officials with an explanation of how and when the individualmaybe
appointed.

The SPPC receives the individual’s resumeand schedule A letter and reviews it to ensure eligibility. Once confirmed, the SPPC
forwards the resume to thehiring manager of an open, vacantposition for consideration and advises the hiringmanager of the
benefits ofusing this non-competitive hiring authority.

4. Hastheagencyprovidedtrainingto all hiringmanagers on the useof hiring authorities that take disability into account
(e.g., Schedule A)? If “yes”, describethe type(s) of training and frequency. If “no”, describe the agency’s plan to provide
thistraining.

Answer No

The SPPC training, currently in development, willbe offered to VA hiring managers to ensure VA HR content/context is
unilaterally processed.
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B. PLAN TO ESTABLISH CONTACTS WITH DISABILITY EMPLOYMENT ORGANIZATIONS

Describe the agency’s efforts to establish and maintain contacts with organizations that assist PWD, including PWTD, in
securing and maintaining employment.

VA places the onus oneach facility to ensure they are partnering with and marketing em ployment opportunities to external
organizations such as state and local Disa bility Committees, Commissions, Department of Labor, and organizations as wellas the
disability offices at local colleges and universities.

At the Department-level, VA is pursuing establishing memoranda of understanding with localuniversities that have a high
studentpopulation of PWD and PWTD. Once the policy document on Section 504 is published, VA will establish a stakeholder’s
group, which will include several disability and disabled Veterans a ffinity group leadership.

C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING)

1. Usingthe goalsof 12% for PWD and 2% for PWTD as the benchmarks, do triggers exist for PWD and/or PWTD among
the new hires in the permanent work force? If*“yes”, please describe the triggers below.

a.New Hires for Permanent Workforce (PWD) Answer No
b.New Hires for Permanent Workforce (PWTD) Answer No
Reportable Disability Targeted Disability
New Hires Total Permanent Temporary Permanent Temporaty
Workforce Workforce Workforce Workforce
#) (o) (o) (%) (%)

% of Total 0
Applicants
% of Qualified 0
Applicants
% of New
Hires

2. Using the qualified applicant poolas the benchmark, do triggers exist for PWD and/or PWTD amongthenew hires forany
of the mission- critical occupations (M CO)? If “yes”, please describe thetriggers below. Select “n/a”if the applicant data
is not available for youragency, and describe your plan to provide thedata in the textbox.

a.New Hires forMCO (PWD) Answer Yes

b.New Hires forMCO (PWTD) Answer Yes

As comparedto the benchmark, triggers exist for PWD in the Medical Officer occupation.

For PWTD, triggers exist in the Psychology, Human Resources Management, Medical Officer, Nurse, Practical Nurse, Physical
Therapist, Medical Technologist, and Pharmacist occupations.

New Hires to Mission- Reportable Disability Targetable Disability
Critical Occupations Total Qualified
Applicants New Hires Qualified Applicants New
Hires
(#) (%) (%) (%) (%)
Numerical Goal - 12% 2%
0180PSYCHOLOGY 1886 2.97 6.08 1.16 0.48
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New Hires to Mission- Reportable Disability Targetable Disability
Critical Occupations Total Qualified
Applicants New Hires Qualified Applicants New
Hires
#) (%) (%) (%) (%)

Numerical Goal - 12% 2%
0201HUMAN 497 7.90 2198 4.18 3.29
RESOURCES
MANAGEMENT
0602MEDICAL 4098 2.26 3.25 1.12 0.44
OFFICER
0603PHYSICIAN'S 622 2.22 1292 0.94 2.81
ASSISTANT
0610NURSE 12132 2.26 6.05 1.02 0.45
0620PRACTICAL 3248 322 9.96 1.42 0.64
NURSE
06310CCUPATIONAL 389 1.42 5.88 0.35 0.98
THERAPIST
0633PHYICAL 592 1.20 6.19 0.69 0.39
THERAPIST
0644MEDICAL 683 4.32 6.88 1.83 0.73
TECHNOLOGIST
0660PHARMACIST 1716 243 3.58 1.89 1.13
0996 VETERANS 1324 6.77 28.82 3.69 5.39
CLAIMS
EXAMINING
1102CONTRACTING 444 8.91 2694 5.19 7.17
2210INFORMATION 1126 7.41 2477 3.97 4.58
TECHNOLOGY
MANAGEMENT
4754CEMETERY 296 6.83 2798 5.40 10.36
CARETAKING

3. Using the relevant applicant pool as the benchmark, do triggers exist for PWD and/or PWTD amongthe qualified intemal
applicants forany ofthe mission-critical occupations (MCO)? If“yes”, please describe the triggers below. Select “n/a” if
the applicantdata isnot available for youragency, and describe your planto providethe data in the text box.

a.Qualified Applicants for MCO (PWD) Answer Yes

b.Qualified Applicants forMCO (PWTD) Answer  Yes

As comparedto the benchmark, triggers exist for PWD in the Psychology, Human Resources Management, Medical Officer,
Physician’s Assistant, Nurse, Practical Nurse, Occupational Therapist, Physical Therapist, Medical Technologist, Pharmacist,
Veterans Claims Examining, Contracting, Information Technology Management, and Cemetery Caretaking occupations.

For PWTD, triggers exist in the Medical Officer occupation.

4. Using the qualified applicant poolas the benchmark, do triggers exist for PWD and/or PWTD among employees
promotedto any of the mission- critical occupations (MCO)? If “yes”, please describe the triggers below. Select “n/a” if
the applicant dataisnotavailable for youragency,and describe your planto provide the data in the text box.

a.Promotions forMCO (PWD) Answer Yes
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b.Promotions forMCO (PWTD) Answer Yes

As compared to the benchmark, triggers exist for PWD in the Medical Officer occupation.

For PWTD, triggers exist in the Psychology, Human Resources Management, Medical Officer, Nurse, Practical Nurse,
Occupational Therapist, Physical Therapist, Medical Technologist, Phamacist, Veterans Claims Examining, Information
Technology Management, Cemetery Caretaking occupations.

Section V: Plan to Ensure Advancement Opportunities for Employees with
Disabilities

Pursuant to 29 C.F.R. §1614.203(d)(1)(iii), agencies are required to provide sufficient advancement opportunities for employees
with disabilities. Such activities mightincludespecialized training and mentoring programs, career development opportunities,

awards programs, promotions, and similar programs thataddress advancement. In this section, a gencies should identify, and provide
data on programs designed to ensure advancement opportunities for employeeswith disabilities.

A. ADVANCEMENT PROGRAM PLAN

Describe the agency’s planto ensure PWD, including PWTD, have sufficient opportunities for advancement.

Through the re-establishmentof the Diversity and Inclusion in VA Disability Committee, plans are underway to change the
dialogue regarding the benefits of employing and promoting PWD and PWTD. In addition, aninternal policy documentis being
created to ensure managers and supervisors understand how they can better utilize a vailable tools to encourage participation in
opportunities for career developmentand promotion. VA designated leaming officers at most VA facilities to assist VA sta ffin
identifying career developmentandtraining resources and opportunities. Program announcements for advancement opportunities or
development will contain language, to include PWD and PWTD.

B. CAREER DEVELOPMENT OPPORTUNITES

1. Pleasedescribe thecareer development opportunities that the agency provides toits employees.

VA hasnumerous formal career and leadership development programs available forallemployees. In addition, the VA Acquisition
IAcademy offers training opportunities thatlead to certifications in Federal Acquisition processes thatemployees canuse to seek
further career advancement.

2. Inthetable below, please provide thedata for career development opportunities that require competition and/or
supervisory recommendation/ approval to participate.

TotalParticipants PWD PWTD
Carcer Develqpment Applicants Applicants
Opportunities Applicants (#) Selectees (#) Pl’g%) Selectees (%) (%) Selectees (%)
Internship Programs N/A 227 N/A 47.00 N/A 6.17
Fellowship Programs N/A 46 N/A 41.00 N/A 0.00
Mentoring Programs N/A N/A N/A N/A N/A N/A
Coaching Programs N/A N/A N/A N/A N/A N/A
Training Programs N/A 327 N/A 28.00 N/A 0.30
Detail Programs N/A N/A N/A N/A N/A N/A
Other Career Development 402 39 20.14 5.00 0.49 0.00
Programs

3. Do triggers exist for PWDamongthe applicants and/or selectees for any ofthe career developmentprograms? (The
appropriate benchmarks are the relevant applicant pool for the applicants and theapplicant pool forselectees.) If “yes”,
describe the trigger(s) in the text box. Select “n/a” if the applicantdata is not available for your a gency, and describe your
planto provide thedata in the textbox.

a.Applicants (PWD) Answer N/A
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b. Selections (PWD)

Answer

N/A

FY 2019

VA is workingto collect this data enterprise-wide.

4. Do triggers exist for PWTD amongthe applicants and/or selectees forany of the career development programs? (The
appropriate benchmarks are therelevant applicant pool for the applicants and theapplicant pool for selectees.) If “yes”,
describe the trigger(s) in the text box. Select “n/a” if the applicantdata is not available for your a gency, and describe your

planto provide thedata in the textbox.

a.Applicants (PWTD)

b.Selections (PWTD)

Answer

Answer

N/A
N/A

IVA is workingto collect this data enterprise-wide.

C. AWARDS

1. Using the inclusion rateasthe benchmark, does youragency havea triggerinvolvingPWD and/or PWTD forany level of
the time-offawards, bonuses, or otherincentives? If “yes”, please describe thetrigger(s) in the text box.

a.Awards, Bonuses, & Incentives (PWD)

b. Awards, Bonuses, & Incentives (PWTD)

Answer Yes

Answer Yes

In FY 2019, VA identified triggers involving the percentage of PWD who received time-off awards (11 -20 hours,and21 - 30
hours) and cash awards ($501-$999,$1,000-$1,999,$2,000 - $2,999,$3,000- $3,999, $4,000 - $4,999,and $5,000 ormore).

Also, VA identified triggers involving the percentage of PWTD who receivedtime-offawards (11 -20hours,21 —30 hours,and31
40 hours)and cash awards ($501-$999,$1,000-$1,999,$2,000 - $2,999,$3,000-$3,999,and $5,000 ormore).

Reportable Without Reportable | Targeted Disability | Without Targeted
Time-Off Awards Total (#) Disability % Disability % % Disability %
Time -Off Awards: 1-10 hours
Total Time-Off Awards Given 35471 12.61 8.66 11.57 9.22
Time-off Awards: 11-20 hours
Total Time-Off Awards Given 1961 0.51 0.52 0.43 0.52
Time-off Awards: 21-30 hours
Total Time-Off Awards Given 656 0.16 0.18 0.16 0.17
Time-off Awards: 31-40 hours
Total Time-Off Awards Given 242 0.06 0.06 0.05 0.06
Time-off Awards: 41 or more
hours Total Time-Off Awards 34 0.01 0.01 0.01 0.01
Given
Reportable Without Reportable | Targeted Disability | Without Targeted
Cash Awards Total (#) Disability % Disability % % Disability %
Cash Awards: $500 and Under: 89395 26.42 23.08 27.09 23.30
Cash Awards: $501 - $999: 109768 28.89 29.18 26.39 28.78
Cash Awards: $1000- $1999: 53069 11.11 14.63 9.03 14.01
Cash Awards: $2000- $ 2999: 4601 0.77 1.31 0.52 1.22
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Cash Awards: $3000- $ 3999: 1010 0.16 0.29 0.11 0.27
Cash Awards: $4000- $ 4999: 303 0.06 0.08 0.09 0.08
Cash Awards: $5000 or More: 943 0.13 0.28 0.06 0.25

2. Using the inclusion rateas the benchmark, does youragency havea triggerinvolving PWD and/or PWTD for quality step
increases or performance- based pay increases? If “yes”, please describe the trigger(s) in the text box.

a.Pay Increases(PWD) Answer Yes

b.Pay Increases(PWTD) Answer Yes

In FY 2019, VAidentified a trigger involving the percentage of PWD who received performance-based increases. Also, VA
identified triggers involving the percentage of PWTD who received quality step increases and performance-based increases.

Reportable Without Reportable | Targeted Disability | Without Targeted
Other Awards Total (#) Disability % Disability % % Disability %
Quality Step Increases (QSI):
Total QSIs Awarded 1402 0.40 0.37 0.26 0.37
Performance Based Pay Increase 691 0.11 0.20 0.07 0.18

3. Iftheagencyhasothertypes of employee recognition programs, are PWD and/or PWTD recognized disproportionately
less than employees withoutdisabilities? (The appropriate benchmark is the inclusionrate.) If “yes”, describe the
employee recognition program andrelevant data in the text box.

a.Other Types of Recognition (PWD) Answer N/A

b. Other Types of Recognition (PWTD) Answer N/A

D. PROMOTIONS

1. Doesyouragencyhavea trigger involving PWD amongthe qualified internal applicants and/or selectees for promotions to
the senior grade levels? (The appropriate benchmarks arethe relevantapplicantpool for qualified internal applicants and
the qualified applicant pool forselectees.) Fornon-GS pay plans, pleaseuse the approximatesenior grade levels. If “yes”,
describe the trigger(s) in the text box. Select “n/a” if the applicantdata is not available for your agency, and describeyour
planto provide thedata in the textbox.

a.SES
1. Qualified Internal Applicants (PWD) Answer  No
ii. Internal Selections (PWD) Answer  No

b.Grade GS-15
i. Qualified Internal Applicants (PWD) Answer Yes
ii. Internal Selections (PWD) Answer Yes
c.Grade GS-14
1. Qualified Internal Applicants (PWD) Answer Yes
ii. Internal Selections(PWD) Answer Yes

d.Grade GS-13
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1. Qualified Internal Applicants (PWD) Answer Yes
ii. Internal Selections(PWD) Answer No

In FY 2019, thepercentage of PWD amongthe qualified internal applicants for grades GS-15, 14, and 13 fellbelow the benchmark.
Also, the percentage of PWD among theselectees for promotion at grades GS-15 and 14 fellbelow the benchmark.

2. Doesyouragencyhavea trigger involving PWTD amongthequalified internal applicants and/or selectees for promotions
to the senior grade levels? (Theappropriatebenchmarks are the relevant applicant pool for qualified internal applicants
and the qualified applicant pool for selectees.) Fornon-GS pay plans, please usethe approximate senior grade levels. If
“yes”,describe thetrigger(s) in the text box. Select “n/a” if the applicantdata isnot available for youragency, and
describe yourplanto provide the data in the text box.

a.SES
1. Qualified Internal Applicants (PWTD) Answer  No
il. Internal Selections (PWTD) Answer  Yes

b.Grade GS-15
1. Qualified Internal Applicants (PWTD) Answer No
il. Internal Selections(PWTD) Answer Yes
c.Grade GS-14
1. Qualified Internal Applicants (PWTD) Answer No
il. Internal Selections(PWTD) Answer Yes
d.Grade GS-13

1. Qualified Internal Applicants (PWTD) Answer  No
il. Internal Selections (PWTD) Answer  Yes

In FY 2019, thepercentage of PWTD among the selectees for promotion at SES and grades GS-15, 14,and 13 fellbelow the
benchmark.

3. Using the qualified applicant poolas the benchmark, does youragency havea trigger involving PWD amongthe new hires
to the senior grade levels? Fornon-GS pay plans, pleaseuse thea pproximate senior grade levels. If “yes”, describethe
trigger(s) in the text box. Select “n/a” if the applicant data isnot available for youragency, and describe your plan to
provide the data in the text box.

a.New Hiresto SES (PWD) Answer Yes
b. New Hires to GS-15 (PWD) Answer Yes
c. New Hires to GS-14 (PWD) Answer  No
d. New Hires to GS-13 (PWD) Answer  No

[In FY 2019, thepercentage of PWD among the new hires at SES and grade GS-15 fell below the benchmark. |

4. Using the qualified applicant poolas the benchmark, does youragency havea triggerinvolvingPWTD amongthenew
hires to the senior grade levels? Fornon-GS pay plans, please use the approximate senior grade levels. If “yes”, describe
the trigger(s) in the text box. Select “n/a”if the applicantdata isnot available for youragency, and describe your planto
provide the data in the text box.
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a.New Hires to SES (PWTD) Answer Yes
b. New Hires to GS-15 (PWTD) Answer  Yes
¢. New Hires to GS-14 (PWTD) Answer  No
d. New Hires to GS-13 (PWTD) Answer  Yes

[In FY 2019, thepercentage of PWTD among the new hires at SES and grade GS-15 and 14 fellbelow the benchmark. |

5. Doesyouragencyhave a trigger involving PWD among the qualified internal applicants and/or selectees for promotions to
supervisory positions? (The appropriate benchmarks are therelevant applicant pool for qualified internal applicants and
the qualified applicant pool forselectees.) If “yes”, describe thetrigger(s) in the text box. Select “n/a” if the applicantdata
is notavailable for youragency, and describe your plan to provide thedata in the textbox.

a.Executives

1. Qualified Internal Applicants (PWD) Answer N/A

ii. Internal Selections (PWD) Answer N/A
b. Managers

1. Qualified Internal Applicants (PWD) Answer N/A

ii. Internal Selections (PWD) Answer N/A

c¢.Supervisors
1. Qualified Internal Applicants (PWD) Answer N/A
il. Internal Selections (PWD) Answer N/A

[OPM ’s USA-Sta ffing applicant flow system currently does not provide the necessary information. |

6. Doesyouragencyhave a triggerinvolving PWTD among the qualified internal a pplicants and/or selectees for promotions
to supervisory positions? (The appropriate benchmarks are therelevant applicant pool for qualified internal a pplicants and
the qualified applicant pool forselectees.) If “yes”, describe thetrigger(s) in the text box. Select “n/a” if the applicant data
is notavailable for youragency, and describe your plan to provide thedata in the textbox.

a.Executives

1. Qualified Internal Applicants (PWD) Answer N/A

ii. Internal Selections (PWD) Answer N/A
b.Managers

1. Qualified Internal Applicants (PWD) Answer N/A

ii. Internal Selections (PWD) Answer N/A

¢. Supervisors
i. Qualified Internal Applicants (PWD) Answer N/A
il. Internal Selections (PWD) Answer N/A

[OPM ’s USA-Sta ffing a pplicant flow system currently does not provide the necessary information. |
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7. Using the qualified applicant poolas the benchmark, does youragency havea trigger involving PWD among the selectees

fornew hires to supervisory positions? If “yes”, describe the trigger(s) in the text box. Select “n/a” if the applicant data is
notavailable foryouragency, anddescribe yourplanto providethe data in the text box.

a.New Hires for Executives (PWD) Answer N/A
b.New Hires for Managers (PWD) Answer N/A
c.New Hires for Supervisors (PWD) Answer N/A

|OPM’s USA-Sta ffing applicant flow system currently does not provide the necessary information.

8. Using the qualifiedapplicant pool as the benchmark, does youragency have a triggerinvolving PWTD among the
selectees fornew hires to supervisory positions? If “yes”, describe the trigger(s) in the text box. Select “n/a”if the
applicant data is not available for youragency, and describe your plan to provide thedata in the textbox.

a.New Hires for Executives (PWTD) Answer N/A
b.New Hires for Managers (PWTD) Answer N/A
c.New Hires for Supervisors (PWTD) Answer N/A

|OPM’s USA-Sta ffing a pplicant flow system currently does not provide the necessary information.

Section VI: Plan to Improve Retention of Persons with Disabilities

To be modelemployer for persons with disabilities, agencies must have policies and programs in place toretain employees with
disabilities. In this section, agencies should: (1) analyze workforce separation data to identify barriers retaining employees with
disabilities; (2) describe efforts to ensure accessibility of technology and facilities; and (3) provide information onthe reasonable
accommodation programand workplace assistance services.

A.VOLUNTARY AND INVOLUNTARY SEPARATIONS

1. Inthisreportingperiod, did theagency convertall eligible Schedule A employees with a disability into the competitive
service aftertwo years ofsatisfactory service (5 C.F.R. § 213.3102(u)(6)(i))? If “no”, please explain why the agency did
not convert all eligible Schedule A employees.

Answer No

VA wasunable to verifyif alleligible Schedule A employees with a disability were converted into the competitive service after two
years of satisfactory service.

2. Using the inclusion rateas the benchmark, did the percentage of PWD among voluntary and involuntary separations exceed
that of persons without disabilities? If “yes”, describe the triggerbelow.

a.Voluntary Separations (PWD) Answer Yes

b.Involuntary Separations (PWD) Answer Yes

In FY 2019, triggers exist for PWD (12.50%) who voluntarily separated from VA, as compared to the rate of persons without
disabilities (9.22%) and for PWD (2.04%) who involuntarily separated from VA, as compared to the rate of persons without
disabilities (0.90%).

Without Reportable
Separations Total # Reportable Disabilities % Disabilities %
Permanent Workforce 382183 13.50 82.07
Total Separations 41599 14.54 10.12
Voluntary Separations 37376 12.50 9.22
Involuntary Separations 4223 2.04 0.90
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3. Using the inclusion rateas the benchmark, did thepercentage of PWTD among voluntary and involuntary separations
exceed that of persons without targeted disabilities? If “yes”, describe the trigger below.

a.Voluntary Separations (PWTD) Answer Yes

b.Involuntary Separations (PWTD) Answer Yes

In FY 2019, triggers exist for PWTD (13.83%) who voluntarily separated from VA, as compared to the rate of persons without
targeted disabilities (9.68%) and for PWTD (2.94%) who involuntarily separated from VA, as compared to the rate of persons
without targeted disabilities (1.06%).

Without Targeted Disabilities

Separations Total # Targeted Disabilities % %
Permanent Workforce 382183 2.51 97.49
Total Separations 41599 16.77 10.73
Voluntary Separations 37376 13.83 9.68
Involuntary Separations 4223 2.94 1.06

4. Ifa trigger exists involvingthe separationrate of PWD and/or PWTD, pleaseexplain why they leftthe agency usingexit
interview results and other data sources.

In FY 2019, thetop threemost important reasons PWD voluntarily left VA was due to personal health issues, unethical behavior on
the part ofleadership orthe organization, and opportunity for advancement.

The top three mostimportant reasons PWTD voluntarily left VA was due to personal health issues, personal/family matters suchas

caring fora parent ora child, poor working relationship with supervisor or co-worker(s) (tied for second), and unethical behavior on
the part ofleadership orthe organization.

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES

Pursuant to 29 CFR §1614.203(d)(4), federal agencies are required to inform applicants and employees of their rights under Section
508 of the Rehabilitation Act of 1973 (29 U.S.C. § 794(b), concerning the accessibility of agency technology, and the Architectural
Barriers Actof 1968 (42 U.S.C. § 4151-4157), concerning the accessibility ofagency facilities. In addition, agencies are required to
inform individuals where to file complaints if other a gencies are responsible fora violation.

1. Pleaseprovidethe internet address onthe agency’s public website for its notice explaining employees’ and applicants’ rights
under Section 508 of the Rehabilitation Act, including a description ofhow to file a complaint.

The VA Secretary’s EEO, Diversity and Inclusion, No FEAR, and Whistleblower Rights and Protection Policy Statement, most
recently signed on August 27,2018, contains employee and applicant rights under all Sections ofthe Rehabilitation Act, to include
section 508 and canbe found athttps://www.diversity.va.gov/policy/statement.aspx. Additional informationcanbe found at the VA
Section 508 Office Website at https:/www.section508.va.gov/index.asp.

2. Please providethe internet address onthe agency’s public website for its notice explaining employees’ and applicants’ rights
underthe Architectural Barriers Act, includinga description of how to file a complaint.

Currently, VA doesnothavea link explainingemployees’ and applicants’ rights under the Architectural Barriers Act. However, we
are workingto correct this.

3. Describe any programs, policies, or practices thatthe agency has undertaken, or plans onundertaking over the next fiscal
year, designed to improve accessibility ofagency facilities and/or technology.
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'VA’s finalupdated internal RA policy is currently moving through the approval process. VA’s current RA policy is still active,
meeting the requirementof the Rehabilitation Act of 1973. VA is working to expand oversightof section 504 and implement policy
to ensure access by the public to VA activities, services, and benefits. Also, the Diversity and Inclusion at VA Council Disability
Committee is workingto create internal policy forselective placement, to include Schedule A. In addition, the Section 508 Office

has increasedto more thantwice its size since FY 2017 to ensure electronic accessibility of internal systems and electronic
documents.

C.REASONABLE ACCOMMODATION PROGRAM

Pursuant to 29 C.F.R. § 1614.203(d)(3), agencies must adopt, post ontheir public website, and make available to all job applicants
and employees, reasonable accommodation procedures.

1. Pleaseprovidethe average time frame for processing initial requests for reasonable accommodations during the reporting
period. (Please do notinclude previously approved requests with repetitiveaccommodations, such as interpreting services.)

VA is unable to determine theaverage time frame for processing initial requests for reasonable accommodations. VA is developing
a RA tracking system to monitor timeliness of requests. This system is expected to be operationalin FY 2020.

R A must be processed within 30 calendar days foremployees and 10 calendar days for processing applications according to the
current VA Handbook 5975.1, dated Nov2013.

The handbook will be revised in FY 2020 and thetimeframe will shift to 30 business days foremployee’s RA and PAS requests
and 10 business days forapplicants’ RA requests. PAS is not afforded during the applicant phase.

2. Describe the effectiveness of thepolicies, procedures, or practices to implement thea gency’s reasonable accommodation
program. Someexamples ofaneffective program includetimely processing requests, timely providing approved
accommodations, conducting training for managers and supervisors, and monitoring accommodation requests for trends.

During this reporting period the VA has implementeda RA and PAS Clinic process. The RA/PAS clinics a fford managers and
reasonable accommodation coordinators to discuss complex cases with the agency dedicated subject matter expert. This proactive
approach and supportive measure haveimproved the relationship with managementand employees and minimizedrisks to the
Departmentrelatedto timeliness and effective accommodations.

The VA has conducted over 125 supervisor and manager RA/PAS training sessions. InFY 2019, more than4,800 supervisors and
managers were trained in both in person and webinar formats.

D. PERSONAL ASSISTANCE SERVICES ALLOWING EMPLOYEES TO PARTICIPATE IN THE
WORKPLACE

Pursuant to 29 CFR §1614.203(d)(5), federal agencies, as anaspect of a ffirmative action, are required to provide personal

assistance services (PAS)to employees who need them because of a targeted disability, unless doing so would impose an undue
hardship on theagency.

1. Describe the effectiveness of thepolicies, procedures, or practices toimplement the PAS requirement. Some examples of an
effective program includetimely processing requests for PAS, timely providing approved services, conducting training for
managers and supervisors, and monitoring PAS requests for trends.

During this reporting period the VA has implementeda RA and PAS Clinic process. The RA/PAS clinics a fford managers and
reasonable accommodation coordinators to discuss complex cases with the agency dedicated subject matter expert. This proactive
approach and supportive measure have improved the relationship with managementand employees and minimizedrisks to the
Departmentrelated to timeliness and effective accommodations.

The VA has conductedover220live training sessions related to RA and PAS during this timeframe.

Section VII: EEO Complaint and Findings Data
A.EEO COMPLAINT DATA INVOLVING HARASSMENT
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1. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaintallegingharassment, as compared
to the governmentwideaverage?

Answer Yes

2. During the last fiscal year, did any complaints alleging harassment based on disability status result in a finding of
discriminationora settlement a greement?

Answer Yes

3. Iftheagencyhad one ormore findings of discrimination alleging harassment based on disability status during the last
fiscalyear, pleasedescribe the corrective measures taken by theagency.

In FY 2019, there is 36.6% PWD who filed complaints at the VA.
Training forallindividuals involved,

Consideration of disciplinary action for involved managementofficials;
Make-whole relief forthe complainant;

Postinga notice of the violation;

Payment ofattorney fees (if represented)

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION

1. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaintalleging failure to providea
reasonable accommodation, as compared to the government-wide a verage?

Answer Yes

2. During the last fiscal year, did any complaints alleging failure to provide reasonable accommodationresult in a finding of
discrimination ora settlement a greement?

Answer Yes

3. Iftheagencyhad one ormore findings of discrimination involving the failure to provide a reasonable accommodation
duringthe last fiscal year, please describe the corrective measures taken by the agency.

InFY 2019,35% of PWD alleged failure to providea reasonable accommodation at the VA. The VA had 967 total disability cases
and 339 disability RA cases.

Providing a reasonable accommodation to the complainant

Training forallindividuals involved;

Consideration of disciplinary action for involved management officials;
Make-whole relief forthe complainant;

Posting a notice of the violation;

Payment ofattorney fees (if represented).

Section VIII: Identification and Removal of Barriers

Element D of MD-7 15 requires agencies to conduct a barrier analysis when a trigger suggests thata policy, procedure, or practice
may be impeding the employment opportunities of a protected EEO group.

1. Hastheagencyidentified any barriers (policies, procedures, and/or practices) that a ffect employment opportunities for
PWD and/orPWTD?

Answer Yes

2. Hastheagencyestablisheda planto correctthe barrier(s) involving PWD and/or PWTD?
Answer Yes
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3. Identify each trigger and planto removethe barrier(s), including theidentified barrier(s), objective(s), responsble

official(s), planned activities, and, where applicable, accomplishments.

STATEMENT OF
CONDITION THAT WAS A
TRIGGERFORA
POTENTIAL BARRIER:

Provide a briefnarrative
describing the condition at issue.

How was the condition
recognized as a potential barrier?

The less than expected participationrate of people with disabilities in the GS-11 to SES (9.92%)
grade level cluster, as compared to the goal of 12%.

Provide a description of the steps
taken and dataanalyzed to
determinecause ofthe condition.

STATEMENT OF BARRIER |Barrier Group
GROUPS: People with Disabilities
BARRIER ANALYSIS:

STATEMENT OF
IDENTIFIED BARRIER:

Provide a succinct statement of
the agency policy, procedure

or practice that has been
determined to bethe barrier of the
undesired condition.

The specific policy, procedure, or practice causing the less than expected participation rates for people with
disabilities is currently not known. Furtheranalysis is needed.

Objective

Resurvey the workforce regarding their disability status.

Date Objective Oct1,2018
Initiated

Target Date For Mar 31,2021
Completion of

Objective

Date Objective Oct1,2018
Initiated

Target Date For | September30,
Completion of 2021
Objective

Complete a barrier analysis to identify the specificpolicy, procedure, or practice that could be causing the trigger.

Responsible Officialy Karen M. Basnight Director of Outreach and Retention
Joseph Thele Associate Deputy Assistant Secretary for Human Resources Systems and Analytics
Ryan Pugh Management and Program Analyst

Target Date Planned Activities Sufficient Modified Completion
(mm/dd/yyyy) Staffing & Date Date
Funding (mm/dd/yyyy) (mm/dd/yyyy)
(Yesor No)
10/01/2020 Develop an electronicself-reporting tool for employees to verify Yes
and change theirrace, ethnicity, gender, and disability status that
functions within HR Smart.
03/31/2021 Implement the self-reporting tool. Yes
11/02/2020 Establish a barrier analysis working group. Yes
06/30/2021 Conduct a thorough investigation ofrelevant policies, procedures, No
and practices to determine the cause ofthe less than expected
participation rates.
09/30/2021 Devise a plan to eliminate the identified barrier. Yes

Fiscal Year | Accomplishments
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STATEMENT OF
CONDITION THAT WAS A
TRIGGERFORA
POTENTIAL BARRIER:

Provide a briefnarrative
describing the condition at issue.

How was the condition
recognized as a potential barrier?

The less than expected participationrate of people with targeted disabilities in the GS-11 to SES
(1.40%) grade levelcluster, as compared tothe goalof2%.

Provide a description of the steps
taken and dataanalyzed to
determinecause ofthe condition.

STATEMENT OF BARRIER |Barrier Group
GROUPS: People with Targeted Disabilities
BARRIER ANALYSIS:

STATEMENT OF
IDENTIFIED BARRIER:

Provide a succinct statement of
the agency policy, procedure

or practice that has been
determined to bethe barrier of the
undesired condition.

The specific policy, procedure, or practice causing the less than expected participation rates for people with
targeted disabilities is currently not known. Further analysis is needed.

Objective

Resurvey the workforce regarding their disability status.

Date Objective Oct1,2018
Initiated

Target Date For | Mar31,2021
Completion of

Objective

Date Objective Oct1,2018
Initiated

Target Date For | September30,
Completion of 2021
Objective

Complete a barrier analysis to identify the specificpolicy, procedure, or practice that could be causing the trigger.

Responsible Officialy Karen M. Basnight Director of Outreach and Retention
Joseph Thele Associate Deputy Assistant Secretary for Human Resources Systems and Analytics

Ryan Pugh Management and Program Analyst

Target Date Planned Activities Sufficient Modified Completion
(mm/dd/yyyy) Staffing & Date Date
Funding (mm/dd/yyyy) (mm/dd/yyyy)
(Yesor No)
10/01/2020 Develop an electronic self-reporting tool for employees to verify Yes
and change theirrace, ethnicity, gender, and disability status that
functions within HR Smart.
03/31/2021 Implement the self-reporting tool. Yes
11/02/2020 Establish a barrier analysis working group. Yes
06/30/2021 Conduct a thorough investigation ofrelevant policies, procedures, No
and practices to determine the cause ofthe less than expected
participation rates.
09/30/2021 Devise a plan to eliminate the identified barrier. Yes

Fiscal Year | Accomplishments

4. Please explain thefactor(s) that prevented the agency from timely completingany of the planned activities
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/A |

5. Forthe planned activities that were completed, please describe the actual impact of those activities toward eliminating the
barrier(s).

NA |

6. Ifthe planned activities did not correct thetrigger(s) and/or barrier(s), please describe how the agency intends to improve
the plan forthe next fiscal year.

IN/A |
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